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dysfunctional and destructive components, men have explored numerous methods for its management, including techniques of avoidance, regulation, and resolution. A number of these methods involve the intervention of an outside third party as in mediation, arbitration, and conciliation. Recently several investigators in various fields have been developing similar approaches which appear to exhibit a new type of third party intervention directed toward the study and resolution of conflict. These approaches have been given different labels and evidence variation on a number of dimensions. Nevertheless it is suggested here, that they exhibit a core of common characteristics which warrants grouping them together under the term, third party consultation, after Walton ( 1969) .
This general method centers on the facilitative and diagnostic actions of an impartial third party consultant in helping antagonists understand and constructively deal with the negative aspects of their conflict. In part this involves the injection of social science theory relating to conflict processes. The approach is decidedly noncoercive, nonevaluative, relatively nondirective, and seeks exploration and creative problem-solving with respect to basic relationships, rather than settlement of specific issues through negotiation.
Third party consultation can thus be distinguished from more traditional types of intervention on a number of dimensions, including the degree of coercion applied to the parties, the flexibility of the interaction, and the nature of the objectives. Many of these distinctions are discussed by Burton (1969) (1969) , Blake, Shepard, and Mouton (1964) , and Burton (1969 Walton ( 1969) in his recent work entitled Inter- personal Peacemaking: Confrontations and Third Party Consultation. The author draws on case studies from the business organization sphere wherein he acted as a process consultant with the goal of alleviating predominantly dysfunctional conflicts between executives. The approach partly resembles sensitivity training, but also involves consideration of substantive issues relating to the occupational roles and duties of the participants. Based on a comprehensive model of interpersonal conflict, the method aims for well-managed and productive confrontations between antagonists brought about by third party involvement. The consultant undertakes several strategic functions which are carried out through an extensive repertoire of interrelated tactical choices and interventions. The overall consultation includes preliminary interviewing, structuring the context for the confrontation, intervening in the confrontation, and planning for future dialogue. The general objective is to deescalate the conflict by substituting benevolent cycles for self-maintaining malevolent ones. Also in the interpersonal sphere the usefulness of a third party approach in marital counseling has been shown by Satir (1967) Mouton, 1964) . The A similar but less extensive program has been reported by Muench (1960 Muench ( , 1963 , who has outlined how a clinical psychologist may treat labor-management conflicts through reference to one particular case history. By meeting with individuals and groups in a variety of settings within the organization, Muench (1960) was able to diagnose the main problems as ineffective communication, mutual distrust, and differing perceptions of the same issues.
The consultant was then able to undertake actions and make recommendations. A fouryear follow-up has indicated the recommendations were successful. Muench (1963) regards the nondirective, impartial, catalytic role of the third party as highly important in reaching the objectives.
In the area of community conflict some of the earlier intergroup relations workshops such as reported by Levinson (1954) have common- alities with third party consultation. In this paradigm, a small number of social scientists meet with a group of well-motivated individuals over several weeks and provide a program of lectures, discussions, and extracurricular activities. There is however no intergroup interaction as such, focusing on the actual conflicts, although participants do come from a variety of ethnic backgrounds. Levinson (1954) sees the main functions as: (1) providing knowledge and skills regarding intergroup relations, (2) inducing emotional-ideological change by clarifying participants' thinking regarding relevant concepts and processes and by furthering the growth of deomocratic thinking and self-insight, and (3) providing an intense supportive living experience through the social support of the diversified participants. Assessment of three such workshops by Levinson and Shermerhorn (1951) and Levinson (1954) Burton (1969) ( 1968) . On the whole Burton's (1969) work is a persuasive argument for the efficacy and desirability of third party consultation as a means of studying and resolving conflict.
A more limited but nevertheless courageous foray by social scientists into the international arena is described in a collective work edited by Doob (1970) by Doob, Foltz, and Stevens (1969) , and in an article by Walton (1970 Young (1967) (Bain, Howard, and Saaty, 1971) as well as an international conflict (Howard, 1971) (1969) has commented on some of the potential effects of additional persons. In the intergroup and international applications it is common for both the third party and the principals to be comprised of more than one individual each. In both the Blake, Shepard, and Mouton (1964) and Burton (1969) Similarly Burton (1969) [1969, p. 63].
In the various procedures developed by Blake and his co-workers (Blake and Mouton, 1961, 1962; Blake, Shepard, and Mouton, 1964) (Burton, 1969) (Walton, 1969 In the first effort at controlled communication, Burton (1969) found that the scholars were initially too directive and rigid, and had to become more humble in order to achieve effective communication. Applications vary of course, and in some cases setting up a series of systematic procedures can be beneficial (Blake, Shepard, and Mouton, 1964 (Walton, 1969 (1969) and Doob (1970) . The most important requirement should be that the participants moderately identify with and adequately represent their side of the conflict. The fact that they may not be committed decision-makers can allow them more flexibility in a number of ways (Burton, 1969 (Walton, 1969) .
Resolution is also seen as superior to the temporary deescalation which may follow the more specific compromises of bargaining, and to the mere smoothing over of differences which peaceful coexistence entails (Blake, Shepard, and Mouton, 1964 
THIRD PARTY FUNCTIONS AND TACTICS
The functions or broad strategies of the third party consultant are carried out in large measure by tactics, or specific behavioral interventions. The usage of these concepts parallels Walton (1969) and has some similarities with Young (1967 Blake and Mouton (1961) and Burton (1969) . Given this, one aspect of the present function is to stimulate or induce sufficient motivation to confront the conflict and adopt the problem-solving orientation before and especially during the initial stages of the discussions. Also where possible, such as in the interpersonal sphere, the third party can assess the parties' motivation beforehand and decide whether and when to arrange a confrontation. 1 n addition, he can work toward a balance between the motivation of the principals so that the discussions are optimally productive. Walton (1969) (Douglas, 1962; Young, 1967) , but also through his attributes and capabilities (Muench, 1960; Walton, 1969) (Satir, 1967) , and in which the risks of negative evaluations are reduced (Walton, 1969 (Walton, 1969) .
A related but more general aspect of the motivational function is that third party consultation removes the participants from the highly charged emotional and tension-ridden field in which the conflict typically holds them. (Satir, 1967) and the principle that the parties' behavior is primarily a reaction to the environment (Burton, 1969) (Satir, 1967) . Walton (1969) Mouton, 1964; Muench, 1960 Muench, , 1963 (Lakin, 1969; Walton, 1969) . These tactics also involve improving the accuracy of communication, and can be added to such things as translating, articulating, summarizing, and developing a common language for the parties (Walton, 1969) . For example Walton (1969) , points out that summarizing either party's view, makes the first party feel that he has adequately transmitted a justifiable view, while at the same time it increases the understanding of the second party through decreased distortion in his perception. In addition there is the oft-suggested tactic of having one party repeat what the other said, to the satisfaction of all, before he is allowed to respond to it. It is useful to check meaning given with meaning received, to check on invalid assumptions, and to repeat, restate, and emphasize the observations of all parties (Satir, 1967) . Similar tactics appear in related third party methods, for example Young's (1967) tactic of enunciation. This diversity and generality thus underscores the importance of the communication function.
Diagnosing the Conflict. The first significant property of the third party function of diagnosis is that it occurs in the ongoing context of the discussions; hence it might be termed processorientated diagnosis. Emphasis is placed on understanding the process rather than the content of what is happening in the discussions and in the broader relationship between the parties. In addition all contributors to the method agree that the third party can supply useful concepts and models concerning conflict and related processes which will help the participants clarify their thinking about themselves and their relationship. This material is drawn from various social science disciplines and covers a wide range of individual and social behavior relevant to the study of conflict.
Some of these were mentioned under the professional knowledge requirement of the third party identity. In addition to stressing general principles of conflict, each application must inject information which is uniquely applicable to its particular sphere, for example international relations. The manner of injecting information may vary from straightforward demonstrations, for example on the process of human perception (Burton, 1969) , to the more tentative injection of theory at seemingly appropriate times. However the purpose here is not to provide ready-made explanations for the behavior of the parties, but to offer suggestions which will help the participants to clarify their thinking and to evolve explanations which are mutually acceptable to them. In other words much of the knowledge is offered in an attempt to stimulate self-diagnosis. For example Burton ( 1969) speaks of aiding the parties to stand back from their conflict, and to perceive it from a behavioral point of view, which is congruent with the objective frame of reference mentioned under the motivation function.
This, combined with the application of appropriate theory, helps the participants to identify the issues between them, and to diagnose and understand the origins and manifestations of the conflict, as well as the processes of proliferation and escalation which may have exacerbated it. At the same time the participants' reactions as to the validity and usefulness of the conceptual material provided can be an essential ingredient of the learning process which the consultant is undergoing as part of his involvement in the method.
With regard to tactics, the consultant may find it necessary to intervene periodically, and specifically call for a process orientation. Often such directives will have to be firmly imposed or they will be ignored (Lakin, 1969) . The following example from Blake, Shepard, and Mouton is aptly illustrative. It occurred after union representatives had difficulty understanding the procedure of developing the union's image of itself.
After several minutes, the behavioral scientist intervened. He redefined the task for them. &dquo;The present task is to describe the character, the quality, of the relationship: that is, typical behavior and attitudes. The task is not to debate technical and legalistic issues.&dquo; At the beginning then, the union members did not have the concept of examining the process of behavior-to examine and discuss actions, feelings and attitudes. Their thinking pattern was so deeply ingrained on the content side that they were not able to think about the dynamics of the relationship except as they happened to erupt in content terms. It must be said then, that to step back from content and to take a process approach proved to be very, very tough for the union. Eventually, however, they were able to do so [ 1964, p. [1969, p. 105]. Walton (1969) also points out that a conflict resolution episode may comprise a series of phases rather than just one sequence. The essential requirement is that sufficient differentiation must occur before integration is attempted, or the latter will be impossible, at least in a genuine productive manner. The second main aspect of the regulation function involves controlling and thus facilitating the dialogue, and maintaining the problem-solving atmosphere. Thus at times the consultant is a moderately directive synchronizer and referee, who may synchronize confrontation efforts both before (Walton, 1969) and during the interaction, and who can regulate the discussions and control precipitous actions which might lead to nonproductive warfare (Blake, Shepard, and Mouton, 1964) .
Tactics include direct suggestions for differentiation or integration, and the injection of specific issues or the suggestion of commonalities to aid these respective processes. The suggesting of areas of discussion corresponds to a broader set of tactics given by Walton (1969) under the heading of initiating agenda. Relatedly Burton (1969) (Blake, Shepard, and Mouton, 1964 Walton (1969) under the tactic and tactical choice categories of preliminary interviewing, structuring the context for the confrontation, and planning for future dialogue, whereas Burton (1969) (Fink, 1968 (Walton, 1969; Blake, Shepard, and Mouton, 1964; Burton, 1969) Burton's (1969) regulation (Dahrendorf, 1959) or institutionalization (Mack and Snyder, 1957) (Burton, 1969) . It could then join the list of institutionalized conflict resolution mechanisms described by Galtung (1965) .
The limits of consultation must be assessed by future work in relation to the dimension of power discrepancy between the parties (Stagner, 1967) , which is related to Boulding's (1962) 
